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1 Editor's Note / Applications of the Competing Values Frame- 
work / Regina M. O'Neill and Robert E. Quinn, Guest Editors 


On Massive Change: Using The Competing Values Framework to 
Organize the Educational Efforts of the Human Resource Function 
in New York State Government / Donald G. Giek and Patricia L. 
Lees 


This article describes New York State Government's experience 
with the Competing Values Framework. Through the work of the 
Governor's Office of Employee Relations, Quinn’s model has been 
used to develop the supervision and management development 
programs offered to thousands of State employees. The article also 
includes one agency’s application of the model to training, job 
analysis, and performance assessment. 


On Cultural Change: Using the Competing Values Framework 
to Help Leaders Execute a Transformational Strategy / Robert 
Hooijberg and Frank Petrock 


The Competing Values Framework can be used to assess an organi- 
zation’s existing and desired cultures. This article describes how 
one organization consultant uses the assessments of an organiza- 
tion’s existing and desired cultures to bring about major cultural 
changes. A process is described that assesses what leaders or lead- 
ership teams mean when they say they want to change the culture 
of their organization, what benefits they expect to accrue from the 
desired cultural change, what action steps they will take to achieve 
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this desired change, and how evaluation can be carried out to 
assess whether culture change has actually been achieved. 


Union—Management Interface: Using the Competing Values Frame- 
work as a Diagnostic Tool to Bring Increased Involvement at the 
Plant Level / Rodney B. McGraw 


This article describes an organizational intervention jointly spon- 
sored and designed by the United Automobile Workers Union and 
the Ford Motor Company Employee Involvement Executive Com- 
mittee. The intervention was needed to rejuvenate the existing 
employee involvement process which had been in existence since 
the early 1980s and had achieved its purpose of making significant 
cultural changes at Ford, but it was viewed as narrow in scope in 
light of existing organizational problems of quality, customer focus, 
and productivity. The organizational intervention uses the Compet- 
ing Values Framework as a diagnostic tool to examine the current 
organizational gaps in the majority of Ford’s manufacturing facili- 
ties. The article discusses the overall process and the significant 
results achieved at four major plant facilities. 


The Competing Values Framework for Management Training and De- 
velopment: A Tool for Understanding Complex Issues and Tasks / 
Neil B. Sendelbach 


The Competing Values Framework can be an effective tool in a 
business setting for management training and development. Ford 
Motor Company, in partnership with the University of Michigan, 
has developed learning activities for management training and de- 
velopment programs utilizing the framework as a common con- 
struct for examining different, complex issues and processes. This 
article describes six such activities and gives examples of associ- 
ated outcomes. The context of application of the activities ranges 
from an analysis of corporate culture shifts to individual manage- 
ment performance feedback. The framework is shown not to be 
prescriptive but rather to be descriptive in a manner that allows 
sense-making in today’s chaotic and continuously changing envi- 
ronment. 


Using the Competing Values Framework in the Classroom / 
Michael P. Thompson 


This article is written to help instructors apply the Competing 
Values Framework in both skills-based and theory-based courses in 
management, organizational behavior, and leadership. It is based 
on interviews with ten professors of organization behavior who 
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use the framework extensively in their teaching. It presents the 
major reasons for adopting the framework, successful approaches 
used to introduce it in courses, methods of making it relevant to 
managerial work, its various applications in theory courses, and 
the reactions students have to it. 


Competing Values Instruments for Analyzing Written and Spoken 
Management Messages / Priscilla S. Rogers and Herbert W. Hilde- 
brandt 


Developed through empirical research, the Competing Values 
Model for Communication illustrates the interplay between con- 
trasting qualities in management messages. Instruments based on 
this model allow users to analyze the extent to which these qualities 
characterize their written and spoken presentations. This article 
reviews research leading to a Competing Values Model for Manage- 
ment Communication and provides instruments for evaluating 
managerial writing and speaking based on that model. It concludes 
with a discussion of other potential applications of the instruments 
to communication research and pedagogy in managerial contexts. 


Using the Competing Values Framework to Facilitate Managerial 
Understanding Across Levels of Organizational Hierarchy / 
Laurie N. DiPadova and Sue R. Faerman 


The use of the Competing Values Framework of Organizational 
Effectiveness and of Managerial Leadership is discussed as a tool for 
helping organizational members better understand the similarities 
and differences of managerial leadership roles at various levels of 
hierarchy. Based on a series of interviews, similarities and dif- 
ferences between managerial roles at different levels of organiza- 
tional hierarchy are examined, and three organizational interven- 
tions are described which use the Competing Values Framework in 
order to increase managers’ communication and understanding 
across levels. These interventions focus on management education 
and development, performance appraisal, and team building across 
levels of hierarchy. 


Implications of the Competing Values Framework for Management 
Information Systems / Randolph B. Cooper and Robert E. Quinn 


Problems with evaluating Management Information Systems’ (MIS) 
effectiveness are due to the lack of an MIS effectiveness theory. This 
article draws on the Competing Values Framework to develop a 
Framework of MIS Effectiveness which links MIS characteristics to 
organizational effectiveness via management activity support. This 
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framework is based in both organizational and MIS literatures and 
is corroborated by cognitive maps of recognized MIS experts. The 
framework is then used to gain a better understanding of the MIS 
effectiveness construct and thus to provide guidance for evaluating 
MIS effectiveness. 
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Editor’s Note: Introduction to Special Issue on 360-Degree Feed- 
back / Walter W. Tornow, Special Guest Editor 


Perceptions or Reality: Is Multi-Perspective Measurement a Means 
or an End? / Walter W. Tornow 


This article takes an epistemological perspective on “perceptions or 
reality” when examining multi-rater assessment measures as means 
versus ends and contrasts the scientist’s and practitioner’s perspec- 
tives. Multiple ratings—when used to map differences as well as 
similarities in perceptions about common reference points—can be 
powerful tools for individual or organizational development appli- 
cations. The application of measurement tools for development 
purposes is quite different from the psychometric focus of measure- 
ment, however. In the latter, measurement becomes an end in itself; 
in the former, it is more a means to an end. 


Understanding Self-Perception Accuracy: Implications for Human 
Resource Management / Francis J]. Yammarino and Leanne E. 
Atwater 


A conceptual model of self-perception accuracy is developed and its 
managerial and research implications for human resources manage- 
ment are discussed. The model is based on a series of studies 
designed to enhance understanding of self-other agreement and 
the accuracy of self-perception. In this framework, “other-ratings” 
may be provided by subordinates, peers, superiors, or customers/ 
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clients, so that self-other agreement includes the entire 360-degree 
range of feedback sources available to a focal individual. The model 
posits enhanced individual and organizational outcomes when self- 
perception is accurate and diminished or mixed outcomes when 
self-perception is inflated or deflated, respectively. 


An Examination of the Relationships among Self-Perception Accu- 
racy, Self-Awareness, Gender, and Leader Effectiveness / Ellen 
Van Velsor, Sylvester Taylor, and Jean B. Leslie 


This article focuses on how membership in a self/rater agreement 
group (underraters, accurate raters, overraters) is related to self- 
ratings and others’ ratings of self-awareness and leadership effec- 
tiveness. It also examines gender differences in the likelihood of 
self/rater agreement and in perceived self-awareness. Finally, the 
article examines agreement group and gender differences in terms 
of two components of self-awareness, knowledge of self, and will- 
ingness to improve. 


Self-Observer Rating Discrepancies: Once an Overrater, Always an 
Overrater? / Dianne Nilsen and David P. Campbell 


Differences between the perceptions of self-raters and other ob- 
servers are often found on 360-degree feedback instruments. This 


article reports on the nature of these self-observer differences and 
discusses the implications for job performance and personality 
assessment. 


Other People’s Expectations / Joel Moses, George P. Hollenbeck, 
and Melvin Sorcher 


Although the authors applaud the idea of collecting information 
from a variety of relevant sources, they feel that the overall sim- 
plicity of the information collection process involved in 360-degree 
feedback limits the usefulness of the information, and they point 
out why the “feedback” from 360-degree feedback instruments is 
severely limited. They have developed instruments which differ- 
entiate between Other People’s Observations (OPOs) which are 
based on context free assumptions and Other People’s Expecta- 
tions (OPEs) which are situation specific and provide both the rater 
and the recipient with an accurate frame of reference through 
which to better understand the implications of the expectations 
held. The article describes how the instruments were designed to 
capture critical leadership expectations and how this information 
can be applied. 
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299 360-Degree Feedback PLUS: Boosting the Power of Co-Worker Rat- 
ings for Executives / Robert E. Kaplan 


564 


As useful as co-worker ratings can be, all too often managers are 
given feedback and nothing changes. But, what if to stand a better 
chance of having an impact, the power of co-worker ratings were 
boosted? This article describes several such boosters: Follow- 
through, using verbal descriptions along with ratings, collecting 
data on motivation as well as behavior, and gathering data on the 
individual outside of work. The author discusses the idea that 
Feedback PLUS also means commitment PLUS. 


Attitudes of First-Line Supervisors toward Subordinate Appraisals / 
H. John Bernardin, Sue A. Dahmus, and Gregory Redmon 


Three groups of supervisors who worked for a federal agency com- 
pleted a questionnaire regarding attitudes toward subordinate 
appraisal and other aspects of performance appraisal. This article 
reports on the attitudes of supervisors who received appraisal 
feedback from both managers and subordinates, from their man- 
agers only, or from their subordinates only. Although this research 
was exploratory in nature, the authors present some hypotheses 
regarding “upward appraisal.” 


The Impact of 360-Degree Feedback on Management Skills Develop- 
ment / Joy Fisher Hazucha, Sarah A. Hezlett, and Robert ]. Schneider 


This study investigated changes in the skill levels of managers 
which occurred two years following the managers’ participation in 
360-degree feedback. The major objective was to investigate how 
skill development, development efforts, and environmental sup- 
port for development are related. The authors share the results of 
the study, the implications for what managers can do to develop 
their skills, and how others can support this development. 


360-Degree Feedback as a Competitive Advantage / Manuel Lon- 
don and Richard W. Beatty 


This article examines the status of 360-degree feedback in organiza- 
tions. It discusses how to use feec.back from multiple constituencies 
optimally as a competitive advantage, elucidates the differences 
between traditional performance appraisal and 360-degree feed- 
back, and explores the elements of designing and implementing an 
effective 360-degree feedback program. A research agenda on 360- 
degree programs is charted. 
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My Hammer or Your Hammer? / Marvin D. Dunnette 


Stating that the 360-degree feedback movement constitutes an im- 
portant new technology in the practice of human resource manage- 
ment, this article reviews salient features of the foregoing articles 
contained in this special issue. 


Executive Forum 


The Demand of the Future: “The Complete Executive” / John H. 
Zimmerman 


This article responds to the questions: In the future, who will fill 
the executive’s role and what will determine an executive’s success 
in the world of tomorrow? The author examines the business 
world of tomorrow, outlines the executive role in tomorrow’s cor- 
poration, and defines the competencies of these leaders/managers 
of the future. 


Book Review 


Leadership and the Computer by Mary E. Boone / Reviewed by 
Bridget N. O’Connor 
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Editor’s Note / Dave Ulrich 


Management Commitment and Company Policies on Education 
and Training / Michael Useem 


This article presents evidence from a 1991 survey of 406 large com- 
panies indicating that corporate education and training practices 
are shaped by four company characteristics: (1) human resource 
innovativeness, (2) management resistance to change, (3) work 
redesigns to enhance quality and involvement, and (4) firm down- 
sizing. What tends to occur in a company as they deal with these 
four characteristics is discussed. 


Bringing Mutual Gains Bargaining to Labor Negotiations: The Role 
of Trust, Understanding, and Control / Raymond A. Friedman 


In this article longitudinal survey data from three labor negotiations 
are examined to find out the degree to which trust, understanding, 
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and control contribute to support for mutual gains bargaining. The 
results for labor and management negotiators are compared, as well 
as the findings before, during, and after negotiations. 


Managing Cross-National and Intra-National Diversity / Rosalie L. 
Tung 


Organizations have to contend with growing diversity in their man- 
agerial and professional ranks, both cross-nationally and intra- 
nationally. This article examines the similarities and differences in 
processes and dynamics of managing diversity in both a cross- 
national and an intra-national context. Training programs designed 
to raise consciousness and to improve communication competency 
are presented. Implications for human resource management prac- 
tices are also discussed. 


Strategic Management c*° Worker Health, Safety, and Environmen- 
tal Issues in Mexico’s Maquiladora Industry / Mark C. Butler and 
Mary B. Teagarden 


Conflict arising from differences in business practices, standards, 
values, and norms guiding behavior are inherent in international 
business. These conflicts are evident in Mexico’s maquiladora in- 
dustry, particularly relating to issues of worker health, safety, and 
environment. This article extends a model of conflict management; 
illustrates the model’s dimensions with case study examples; dis- 
cusses strategic human resource management implications of the 
model's various outcomes; offers recommendations for managing 
worker health, safety, and environment issues; and identifies di- 
rections for future research. 


Managing Organizational Diversity: Observations from Cross- 
Border Acquisitions / Nancy K. Napier, David M. Schweiger, and 
James J. Kosglow 


This article examines the processes used over the course of a decade 
by a European firm managing organizationally diverse acquisitions. 
The parent company used various human resource management 
and structural approaches that tolerated diversity while allowing 
for learning to occur within parent and acquired firms. The parent 
also provided opportunities for the acquired firms to find their own 
approaches to working together and integrating, rather than impos- 
ing any particular approach on the acquired firms. 
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Effects of Diversification of Career Orientations on Management 
Systems in Japan / Kiyonori Sakakibara, Ken Kusunoki, and Atsuko 
Koda 


Until a few years ago, when compared to employees in countries 
of the Western World, Japanese employees entering an organiza- 
tion tended to have similar values and to stay in that organization 
rather than switching from one organization to another. That fact, 
however, has been changing. This article discusses the effects of 
this diversification of career orientations in young Japanese peo- 
ple. The main focus is on the effects of diversification on employ- 
ment choice, the individual’s decision-making as to which kind of 
employer to work for, and on employees’ differing perceptions of 
management systems. 


Executive Forum: Human Resources—Partners in Change / 
Janice M. Tomlinson 


The author discusses how employees can become partners in 
change. Her company’s growth has become focused more and 
more outside the United States and has faced more competition 
within the US thus requiring more and more from the human 
resource people within the company. The article discusses the 
speed of change; change for progress and improvement; taking 


ownership of change and becoming committed to it; being pur- 
poseful, but maintaining a sense of humor; and becoming a cata- 
lyst for change in order to maintain competitive advantage as an 
organization. 

Bookshelf 


Publications Received 


Volume Contents 


Volume Contents / 567 





